INTRODUCTION
The era of globalization has had an impact in the business world, globalization has caused intense competition among companies to get the targeted market share. With globalization, the business world is inevitably encouraged to achieve an effective and efficient company. Effectiveness and efficiency in a company is needed so that the company can have more competitiveness and excellence than competitors, so that the company can survive in a world of intense competition.
The company is an organization consisting of a group of people who work to achieve a goal. The most basic interest is to get the maximum profit or profit and the welfare of the company's shareholders (Prastusi, 2014) . To achieve a company that is effective and efficient is very much determined by the Human Resources (HR) owned by the company, where Human Resources have an important role as a potential driver of all company activities. The importance of human resources in an organization or company requires every organization to have productive employees to run the organization (Kalangi, 2015) .
Human resources are the main assets in every activity of the company. Employees as human resources in the company is a great potential to carry out company activities (Afriansyah, 2014) . This really needs attention, because these factors will affect work performance, dedication, and loyalty and love of work and company. So the company must be able to create conditions that can encourage or enable employees to develop and improve their abilities and skills that are owned optimally. Therefore, every company will always strive to improve the performance of its employees, in order to achieve company goals. Efforts that can be taken by the company include motivating employees through applying compensation in accordance with their abilities so that job satisfaction can be achieved, employees who feel satisfied will be more loyal and their performance will increase in the company.
Employee performance is the work of both quality and quantity produced by employees or real behavior that is displayed in accordance with the responsibilities given to him (Murty and Hudiwinarsih, 2012) . Performance is also the result of work produced or donated by an employee relating to duties and responsibilities to the company (Mangkunegara, 2013) . With good employee performance, the company is expected to be able to compete with other companies so that it can be recognized that the company has a quality performance. Employee performance can be improved through increasing compensation and work motivation, because the compensation given by the company to employees, enthusiasm, willingness, and accuracy of employees at work will be more maximal, focused, and disciplined (Damayanti, 2013) .
Job satisfaction is an important condition that must be owned by every employee who works, where humans are able to interact with their work environment and they will work passionately and earnestly so that the contribution to the achievement of company goals will increase (Kunartinah, 2012) . Employee satisfaction is a phenomenon that needs to be observed by the company leadership. Employee job satisfaction is closely related to employee performance. Someone who is satisfied will have high motivation and work participation, which in the end will continue to improve their performance (Hasibuan, 2008) .
Employee motivation is very important to be maintained because it is closely related to passion and enthusiasm for work, if work motivation is high then the employee's performance will be high. Company leaders should strive so that employees can continue to have high and increasing motivation, to achieve company goals. Motivation and expectations of employees to get appropriate compensation make employees work optimally in order to achieve high performance for employees. Murty and Hudiwinarsih (2012) state that a motivated employee will be energetic and enthusiastic, and conversely an employee with low motivation will often display discomfort and displeasure with his work which results in their performance getting worse and company goals will not be achieved.
Compensation for employees is one way to improve employee performance. Where employee performance will increase and can bring up the potential they have if the compensation they receive can meet their needs and improve their welfare. Giving compensation is a strategic function of human resources which has significant effects on other human resource functions (Murty and Hudiwinarsih, 2012) . Compensation attracts the attention of employees and provides information or reminds of the importance of something being compensated compared to others, compensation also increases employee motivation towards performance measures, thus helping employees allocate time and effort to employees.
PT. Semen Padang is the oldest cement producer in Indonesia which was established in 1910, and in 2012 PT. Semen Padang joins under PT. Semen Indonesia (Persero) Tbk with PT. Semen Gresik PT. Semen Tonasa and Thang Long Cement Vietnam. There are many competitors with similar companies that have also been involved in the cement industry since 2014 such as: Indocement, Semen Baturaja, Semen Merah Putih, Holcim, Anhui Conch Cement (China) in South Kalimantan and many more are still in the process of establishing factories established by foreign parties. This has an impact on the national market share for PT. Semen Padang, this proved to be decreasing, which is found in the annual report of PT. Semen Padang in 2017. On the annual report of PT. Semen Padang in 2017, there is also information about the current year's net income report which shows a decline. The following is a graph of current year's earnings of PT. Semen Padang in 2017. PT. Semen Padang made an effort to make efficiency in everything where it was called Cost Transformation, where one of them was overtime control, optimization in maintenance and repair, and other things that could have a large impact on savings so as to create the expected efficiency target.
From the information obtained, researchers conducted observations in the field and it turned out to have an impact on employee performance. With the condition of a decrease in profits, automatically indirectly affected all things related to employee performance, especially on compensation to be received by employees. Motivation of employees in the company PT. Semen Padang has decreased, because the effect of efficiency has made the work space of employees limited, especially in the factory area, not maximally repair or maintenance of equipment when troubleshooting, often the completion of completion time, when overtime is required at the end of the month, often not responded quickly, due to restrictions on overtime payments, as well as compensation compensation received by employees, resulting in job dissatisfaction by employees.
With these conditions, PT. Semen Padang must immediately improve itself and mobilize all existing potential so that it is not eroded by other cement industry companies. To make this happen, PT. Semen Padang must strive to improve its human resources.
LITERATURE REVIEW Motivation
The high and low performance of an employee is of course determined by the factors that influence it both directly and indirectly. Motivation is a process that moves or encourages someone to do something to achieve to achieve the expected goal (Wake, 2012: 312). Mangkunegara (2013) states that the factors that influence performance achievement are motivational factors.
Motivation is defined as a condition that encourages other people to be able to carry out tasks according to their functions in the organization. Motivation can also be defined as an action to influence other people to behave on a regular basis (Wake up. 2012: 313).
According to Mangkunegara (2013: 93) , motivation is an impulse to the needs of employees who need to be fulfilled so that employees can adjust to their environment, while motivation is a condition that drives employees to be able to achieve the goals of their motives. According to Wibowo (2014: 324) motivating techniques must be able to ensure that the environment in which employees work meets a number of important human needs.
Based on the opinions of the experts above, it can be concluded that motivation is an impulse aimed at oneself to arouse enthusiasm and determine behavior in order to achieve the desired goals. To achieve company goals, motivation from leaders plays an important role in employee behavior.
According to Syuhadhak quoted by Kadarisman (2016: 30) , when viewed from the employee side, compensation is an exchange of services that it provides or in return for work that has been done, so compensation reflects the price of the ability and expertise of employees or appreciation for education and training that has been obtained by employees.
According to Hasibuan quoted by Kadarisman (2016: 19) compensation is all income in the form of direct or indirect goods money received by employees in return for services provided to the organization. Compensation in the form of money, meaning compensation is paid with a number of cards to the employee concerned. Compensation in the form of goods, meaning compensation is paid for with goods. For example, compensation is paid 10% of the production produced. In West Java, rice harvesters pay 10% of the rice they harvest.
Compensation is all income received by employees in the form of money, goods directly or indirectly which is a form of costs that must be incurred by the company in the hope of obtaining benefits in the form of work performance from employees (Hasibuan, 2012: 118; Sofyandi, 2008: 159) . Rivai (2010) defines job satisfaction as an evaluation that describes a person with a feeling of being happy or unhappy, satisfied or not satisfied at work. Robbins (2006) defines job satisfaction as a positive feeling about one's work which is the result of an evaluation of its characteristics. According to George and Jones (2002) job satisfaction is the feeling that employees have about current workplace conditions.
Job Satisfaction

Performance
Performance is the result of work in quality and quantity achieved by an employee in carrying out his duties in accordance with the responsibilities given to him (Mangkunegara, 2013) . Another definition of performance (performance) is the result of work achieved by a person based on job requirements (job requirements).
A job has certain requirements to be able to be carried out in achieving a goal which is also called a work standard (Bangun 2012: 231) . Performance improvement is something that all companies want, but it is not easy for companies to improve the performance of their employees. Therefore, a performance management system is needed in order to improve employee performance. The system can provide an overview to the company about the assessment of employee performance, goals and benefits of performance appraisal, measure employee performance and achieve or not the company's goals. Bangun (2012: 230) defines a performance management system as a process for identifying, measuring, and evaluating employee performance in a company. While performance assessment is a process carried out by the organization to evaluate or assess the success of employees in carrying out their duties. Performance appraisal can be done by comparing work results obtained up to or exceeding work standards. If it exceeds then it can be said that the performance of an employee belongs to the good category.
Conversely if it does not reach the standard of work, it is included in the performance that is not good. To facilitate performance appraisal, work standards must be clearly measured and understood. A job can be measured through the amount, quality, timeliness of doing it, attendance, the ability to cooperate that is demanded by a particular job.
Research Conceptual Framework
From the above theory, the researcher uses the research conceptual framework as follows: 
Hypothesis
Based on the background, study of the theory and conceptual framework that has been stated above, the hypothesis in this study are:
1. H1 = Motivation influences job satisfaction. 2. H2 = Compensation has an effect on job satisfaction. 3. H3 = Job satisfaction has an influence on employee performance. 4. H4 = Motivation influences performance. 5. H5 = Compensation has an effect on performance. 6. H6 = Job satisfaction acts as an intervening variable between employee motivation and performance. 7. H7 = Job satisfaction acts as an intervening variable between compensation and employee performance.
RESEARCH METHODS Types of Research
This study uses quantitative methods with path analysis (path analysis), where the research variables are motivation, compensation, job satisfaction and employee performance.
Population and Sample
Population used in this researched is employees in the Engineering Department, PT. Semen Padang g with the population being 285 and the study sample was 167 respondents after using the Slovin formula.
RESULTS AND DISCUSSION
Path analysis in this study has 2 paths, namely 1. Sub Structural 1 (Motivation (X1) and Compensation (X2) to Satisfaction (I) 2. Sub Structural 2 (Motivation (X1) Compensation (X2) Satisfaction (I) to Performance (Y).
Sub Structural Path Coefficient 1
Source: Primary data processed with SPSS 16.0, 2018
The following is the result of R Square of job satisfaction (I) results of data processing using SPSS 16.0:
The following is the result of the regression effect of motivation (X1) and compensation (X2) on job satisfaction (I) using SPSS 16.0:
Based on tables the following results are obtained: 1. The value of the correlation between motivation and compensation rX1X2 is 0.671 and the significance value is 0,000 <0.05, meaning that it has a significant effect.
Path coefficient
• ρIX1 = Motivational path coefficient on job satisfaction = 0.557 • ρIX2 = Compensation path coefficient for job satisfaction = 0.350 3. Significance value • From the motivation variable (X1) = 0,000 <0.05. This means that motivation has a significant effect on job satisfaction (I). • From the compensation variable (X2) = 0,000 <0.05. This means that compensation has a significant effect on job satisfaction (I). 4. For the value of R2 (R Square) contained in table 4.17 is 0.695 or rounded to 70% is a contribution from the variable motivation and compensation for job satisfaction. While the remaining 30% is influenced by other factors outside the model. And from the value of R2 (R Square), obtained e1 by means e1 = √ (1-R2) = √ (1-0,695) = 0.552. 5. Based on the above results, the equation in sub-structure 1 is obtained I = 0.557 X1 + 0.350 X2 + 0.552
This model is significant because p value = 0.001 is smaller than α 0.05.
From the results of the calculation and processing of sub-structural data 1, the values of the path diagram are obtained as follows:
Sub Structural Path Coefficient 2
The following are the results of the calculation of sub-structural correlation coefficients 2 results of data processing using SPSS 16.0:
Based on tables, the following results are obtained: 1. The value of the correlation between motivation and compensation rX1X2 is 0.671 and the significance value is 0,000 <0.05, meaning that it has a significant effect. • From the compensation variable (X2) = 0.034 <0.05. This means that compensation has a significant effect on performance (Y). • From the variable job satisfaction (I) = 0,000 <0,05. This means that job satisfaction has a significant effect on performance (Y). 4. As for the value of R2 (R Square) contained in table 4.20 is 0.554 or rounded to 55% is a contribution from the variable motivation, compensation, job satisfaction on performance. While the remaining 45% is influenced by other factors outside the model. And from the value of R2 (R Square), it is obtained by e2 e2 = √ (1-R2) = √ (1-0,554) = 0.667. 5. Based on the above results, the equation in sub-structure 2 is obtained Y = 0.182 X1 + 0.167 X2 + 0.458 I + 0.667
This model is significant because p value = 0,000 is smaller than α 0.05
From the results of calculation and processing of sub-structural data 2, the values of the path diagram are obtained as follows:
Hypothesis Test Results
From the two path analysis models, the authors obtained the analysis of the hypothesis results for this study, namely: 1. Analysis of the effect of motivation (X1) on job satisfaction (I); From the motivation variable (X1) = 0,000 <0,05. This means that motivation has a significant effect on job satisfaction (I).
Analysis of the effect of compensation (X2) on job satisfaction (I).
From the compensation variable (X2) = 0,000 <0.05. This means that compensation has a significant effect on job satisfaction (I).
Analysis of the effect of variable job satisfaction (I) on performance (Y).
From the variable job satisfaction (I) = 0,000 <0,05. This means that job satisfaction has a significant effect on performance (Y). 4. Analysis of the effect of motivation variable (X1) on performance (Y).
From the motivation variable (X1) = 0.041 <0.05. This means that motivation has a significant effect on performance (Y).
Analysis of the effect of compensation variable (X2) on performance (Y).
From the compensation variable (X2) = 0.034 <0.05. This means that compensation has a significant effect on performance (Y). 6. Analysis of the effect of motivation variables (X1) through job satisfaction (I) on performance (Y). From the analysis the above variables are obtained:
• Direct Effect (Direct Effect) given motivation variable (X1) to performance (I) of 0.182. • Indirect Effect given by X1 through I to Y variable is the multiplication of beta X1 to I with beta I value to Y which is = 0.557 x 0.458 = 0.255. • Total Effect given by motivation (X1) on performance (Y) is = 0.182 + 0.255 = 0.437.
Based on the results of this calculation, it is known that the direct effect value is 0.182 and the indirect effect value is 0.255, which means that the value of indirect influence is greater than the value of direct influence. These results indicate that indirectly the motivation variable (X1) through job satisfaction (I) has a significant influence on the performance variable (Y). Based on the results of this calculation, it is known that the direct effect value is 0.167 and the indirect effect value is 0.160, which means that the value of the indirect effect is 0.007 smaller than the direct influence value. These results indicate that indirectly the compensation variable (X2) through job satisfaction (I) does not significantly influence the performance variable (Y).
CLOSING Conclusions
Based on the results of testing and discussion of the hypotheses described in the previous chapter, some conclusions can be drawn as follows:
1. Motivation has a significant effect on employee job satisfaction of the Department of Engineering PT. Semen Padang. This means that with increasing employee motivation there will also be increased employee job satisfaction at the Department of Engineering PT. Semen Padang. 2. Compensation has a significant effect on employee job satisfaction of the Department of Engineering PT. Semen Padang. This means that with the increase in employee compensation it will also increase employee job satisfaction at the Department of Engineering PT. Semen Padang. 3. Job satisfaction has a significant effect on the performance of employees of the Department of Engineering PT. Semen Padang. This means that with increasing job satisfaction it will also increase the performance of employees of the Engineering Department of PT. Semen Padang. 4. Motivation has a significant effect on the performance of employees of the Department of Engineering PT. Semen Padang. This means that with increasing employee motivation, the performance of employees of the Engineering Department of PT. Semen Padang. 5. Compensation has a significant effect on the performance of employees of the Department of Engineering PT. Semen Padang. This means that with the increase in employee compensation it will also increase the performance of employees of the Engineering Department of PT. Semen Padang.
6. Motivation indirectly has a significant effect through job satisfaction on the performance of employees of the Department of Engineering PT. Semen Padang. This means that with the increase in employee motivation influences job satisfaction, it will also improve the performance of employees of the Engineering Department of PT. Semen Padang. 7. Indirect compensation does not have a significant effect through job satisfaction on the performance of employees of the Department of Engineering PT. Semen Padang. This means that with increasing employee compensation no effect on job satisfaction and does not affect the performance of employees of the Department of Engineering PT. Semen Padang.
Suggestions
Based on the results of the analysis of the conclusions above, several suggestions can be given, including:
Company a. Motivation
From the results of the questionnaire data on the motivational variables, the results obtained were that the lack of appreciation from the company towards employees was not in line with expectations. So, it is recommended that in the future PT. Semen Padang pays more attention to what employees have done and what employees have provided, so that they can give an appreciation that can increase employee motivation.
b. Compensation
From the results of the questionnaire data on the compensation variable, the results obtained are that the lack of an incentive given by the company is not in line with expectations. So, it is recommended that in the future PT. Semen Padang is more concerned with work incentives to be adjusted to the loyalty and performance provided by the company and in accordance with the profits obtained by the company.
c. Job satisfaction
From the results of the questionnaire data on the variable job satisfaction, the results are obtained that does not make the level of education of employees as a consideration of promotion. So, it is recommended that in the future PT. Semen Padang is more concerned with the promotion of employees, in the future it can also consider and pay attention to employees who continue their education and have completed higher levels of education to be considered promotional so that they can increase job satisfaction of PT. Semen Padang.
d. Employee performance
From the results of the questionnaire data on employee performance variables, the results obtained are that there are still employees who make mistakes in doing the work that is their responsibility. So, it is recommended that in the future PT. Semen Padang pays more attention to employee performance on how employees work according to standard operational procedure (SOP) and whether they have upheld K3 discipline in their work, and are expected to conduct evaluations more often to do more stabilization in producing good work results.
Academics
This research is expected to be a reference material for further research in accordance with the theme, namely motivation, compensation, job satisfaction and employee performance. Of course, in this study there are still many shortcomings. It does not rule out the possibility that there are still other variables outside the variables used in this study that can affect employee performance. Future research that is still themed employee performance is expected to be a complement or refinement of research.
